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ABSTRACT 
This dissertation aims to investigate the relationships between workplace support 
(i.e., emotional, instrumental and companionship), organizational citizenship 
behavior and employee engagement. It also determines how the various critical life 
events (such us divorce, separation, death, financial difficulties) a) can influence the 
way this person behave at work and b) whether these different types of social 
support may influence organizational performance. The theoretical frameworks of 
social exchange theory, the theory of attachment and the relational theory of 
loneliness were adopted and quantitative methodology was employed with 199 fully 
completed questionnaires. The results of the study’s analysis indicated the absence 
of the statistically significant impact of the employees’ negative life events on their 
need for workplace social support. Nevertheless, those receiving emotional support 
seem to be positively correlated with courtesy; one of the five dimensions of 
organizational citizenship behavior. In addition, the research study proved that the 
more engaged employees are those receiving companionship support in the working 
environment whereas emotional and instrumental support do not appear to 
influence the level of employee engagement. Regarding the managerial implications 
of the above findings, this study verifies that managers should provide employees 
with companionship support, as it seems to be more valuable compared to the other 
types of social support in an attempt to increase organization’s effectiveness and 
subsequently profitability. 
 
 
 
KEYWORDS: Social support, emotional support, companionship support, 
instrumental support, employee engagement, workplace, organizational citizenship 
behavior 
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CHAPTER 1 
INTRODUCTION 
1.1 INTRODUCTION 
According to psychological and health literature, social support represents the 
social resources that people have access to, which are provided by formal and 
informal support groups in terms of assisting relationships (Cohen, Gottlieb, and 
Underwood 2000).  
It is believed that people can address the undesirable effects of stress and 
loneliness that come up, due to different critical life events they experience, with 
social supportive resources (e.g., emotional support), (Cohen 2004 ; Sorkin, Rook, 
and Lu 2002). Indeed, it has been suggested that social ties with family, friends and 
workplace relationships are closely related to individuals’ wellbeing (Rosenbaum 
2007). It is believed that social relation in the workplace may influences employees’ s 
job performance (Hodson, 1997). 
According to Kahn and Antonucci (1980), affect, aid and affirmation are three 
components which are involved in social support. Affect is about respect and love 
whereas affirmation is concerned with individual’s behaviors and aid consists of 
helping other people with their work or lending them money (Kahn and Antonucci, 
1980).  
Social support at work is expected to improve job performance (Eisenberger et 
al., 1990). The support employees are provided from their coworkers or their 
supervisor so as to maintain their job performance is otherwise called supportive 
organizational climate (Luthans et al., 2008). Supportive organizational climate is 
also responsible for a customer’s satisfaction (Rogg et al., 2001). Often coworkers 
and supervisors provide significant social support which may have positive influence 
on employees’ job satisfaction and well-being (Karasek and Theorell, 1990). 
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To this end it has been suggested that people who face difficulties in their 
everyday life such as life crises, physical disabilities or other negative life events 
seem to being adapted better if there is perceived support (Burgess and Holmstrom, 
1978; Carey, 1974; Cobb and Kasl, 1977; Dyk and Sutherland, 1956; Helmrath and 
Steinitz, 1978; Jamison, Wellisch and Pasnau, 1978; Kelman, Lowenthal and Muller, 
1966; McCahill, Meyer and Fischman, 1979; Weisman, 1976). 
It has been suggested that interpersonal relations could comprise significant 
component in the process of influencing the organizational climate (Schneider and 
Reichers, 1983) and assigning change behavior (Porras and Robertson, 1992; 
Weisbord, 1976). As Litwin and Stringer (1968) argue organizational climate is 
responsible for the formation of employees’ actions. 
Therefore, is essential to investigate the benefits that arise from fostering 
relationships with peers within the organization. (Kram and Isabella, 1985). Indeed, 
Levinson et al., (1978) argue that relationships play a significant role in terms of 
personal career development. Peer relationships boost organizational improvement 
through information sharing and thus “providing career-enhancing functions” (Kram 
and Isabella, 1985, p.117). Consequently, these relationships may enhance 
employees’ mental health and well-being (Kirmeyer and Lin 1987). Such actions 
surpass employees’ usual job duties which can be beneficial for both employees and 
organization (Brief and Motowidlo, 1986). 
Furthermore, it has been suggested that peers could offer emotional support in 
periods of stress and construct long lasting friendships (Kram and Isabella, 1985).  
Furthermore, social support in the workplace is often related to employee 
engagement. Recent studies have proved that an engaged employee is characterized 
by “high level of commitment”, a factor that stimulates other employees to improve 
their job performance in terms of improving a company’s overall appearance (Devi, 
2009 cited in Soieb, Othman and D’Silva 2013, p. 91). 
Social support can be clustered into three main groupings namely: a) emotional 
support closely related to acceptance, b) instrumental support providing material 
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assistance and c) companionship that is associated to social network (Mueller, 1980). 
Furthermore, Swanson and Power (2001), suggest that emotional support is 
concerned with the feeling of being supportive to someone by demonstrating 
empathy and care while instrumental support, is concerned with giving solutions to 
various problems in terms of providing advice. Lastly, companionship is about 
support which can be provided by friendships (Weiss, 1973). 
1.2 RESEARCH GAP AND RESEARCH QUESTIONS 
Past studies have been concerned with the relationship between social support, 
job stress and worker health (Dejonge, Jansen, & Vanbreukelen, 1996; Johnson & 
Hall, 1988; Karasek, Triantis & Chaudhry, 1982). It has been proposed that 
employees who receive great amount of social support from other employees, may 
also present low level of personal or psychological problems (Ducharme and Martin, 
2000). 
Furthermore, other studies suggest a positive association between coworker 
support and job satisfaction (Cummins, 1989; Ganster, Fusilier and Msyes, 1986; 
LaRocco and Jones, 1978).  
Indeed, supportive organizational climate has been suggested to bring positive 
results both at individual and organizational level (Rogg et al., 2001; Saks 2006, Kahn 
1992, Harter, Schmidt and Hayes, 2002; Organ, 1988; Organ 2006) 
This dissertation tries to address the following research questions: 
1. Are critical life events associated with the need for perceived organizational 
social support? Thus, individuals who face negative life events do resort to their co-
workers’ social support?  
2. Is it possible workplace social support to affect employee engagement? 
3. When employees receive social support from their co-employees which type of 
OCB do they exhibit? 
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1.3 AIMS OF THE STUDY 
The present study attempts to examine weather life events may affect 
employees’ need for workplace support. Furthermore, it aims to examine whether 
perceived workplace support influences employees’ job satisfaction, well-being, 
employee engagement and organizational citizenship behavior. It has been assumed 
that critical life events such as death or divorce could make people feel emotionally 
isolated adding potentially difficulties in employees performing their daily activities 
(Russell et al., 1984). 
Organizational support theory certifies that while the relationship between an 
employer and an employee is well developed, socio-emotional needs among peers 
are not adequately examined despite the potentially positive benefits they may 
result to employees’ well-being and job satisfaction (Baran, Shanock and Miller, 
2011). Specifically, it has been proposed that employees acquiring Perceived 
Organizational Support in a satisfying level they tend to reciprocate by behaving 
kindly, offering by this way advantages to the company (Nitesh, NandaKumar and 
Kumar, 2013).   
1.4 CONTRIBUTION 
The underlying aim of this research is not only to compare and contrast but also 
to extend past studies on the influence of social support provided among employees 
to organization’s performance. The remainder of the paper is divided into 5 
chapters. The Chapter 2 constitutes the literature review describing workplace social 
support, Chapter 3 introduces the Methodology adopted. The Empirical Findings of 
the study are presented in Chapter 4 while Chapter 5 is about the Discussion of the 
findings. Lastly, Chapter 6 provides Conclusions, Limitations and Directions for 
Further Research. 
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CHAPTER 2 
LITERATURE REVIEW 
2.1 INTRODUCTION 
This chapter presents the basic concepts of workplace social support, 
organizational citizenship performance, employee engagement and specific theories 
that are going to be used in examining the aims and objectives of the current study. 
These will also guide the conceptualization of the hypotheses set. 
2.2 WORKPLACE SOCIAL SUPPORT 
Several studies define social support as specific actions that are provided by 
interpersonal workplace relationships such as emotional support, instrumental 
support and companionship (cf. House, 1981; Stroebe, 2000). Specifically, perceived 
social support consists of other’s actions which possibly tend to be helpful for some 
others (Sarason and Pierce, 1990). According to Cohen and Wills (1985) social 
support has an influence on self-esteem, wellbeing, job satisfaction and employee 
citizenship behavior in general (Blau, 1981; Baran, Shanock and Miller, 2011; 
Eisenberger et al. 2001; Eisenberger and Stinglhamber 2011; Rhoades and 
Eisenberger 2002; Riggle et at. 2009). Also, burnout can be moderated by coworkers’ 
support (Leiter, 1991). As it is of outmost importance for employees to maintain 
positive psychology in the working environment, Luthans (2002) argues that Positive 
Organizational Behavior means to apply the human resource strengths and the 
psychological capacities which can be measured and developed in the right way, so 
as to improve job performance. 
2.3 ORGANIZATIONAL CITIZENSHIP BEHAVIOR 
Organizational Citizenship Behavior is determined as behaviors which the formal 
reward system doesn’t acknowledge them in an immediate or definite way and 
consequently there are no rewards for workers (Organ, 1988; Organ et al., 2006). 
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 Additionally, Organizational Citizenship Behavior consists of a factor that 
enhances the performance of an organization (Podsakoff et al., 2000). Therefore, it is 
vital for managers to focus on the variety of variables which have impact on 
Organizational Citizenship Behavior (Davoudi, 2013). As it is estimated by Organ 
(1988), Organizational Citizenship Behavior is responsible for an organization’s 
survival and also has the ability to augment productivity and efficiency, not only of 
an employee but also of an organization. Several Organizational Behavior and 
Human Resource Management researchers support that Organizational Citizenship 
Behavior affects an organization’s functions in a positive way (Wagner and Rush, 
2000). 
Some behaviors that are related to Organizational Citizenship Behavior can be 
outlined as a) providing new employees with all the appropriate instructions so as to 
get know the functions of an organization, 2) participating in organization’s 
meetings, and 3) do things in a voluntary basis apart from the job prescriptions 
(Schnake, 1991).  
It is worthy to mention the five dimensions which have been presented by Organ 
(1990) in order to measure Organizational Citizenship Behavior and these are not 
other than 1) altruism, 2) civic virtue, 3) conscientiousness, 4) courtesy and 5) 
sportsmanship. 1) altruism is concerned with actions among employees that can be 
useful in addressing problems that emerge into the organization, 2) civic virtue 
includes support of function into the organization, 3) conscientiousness is about how 
well and further from his/her proper duties, an employee is able to perform various 
tasks, 4) courtesy is described as a process that prevents work-related problems for 
others by considering consulting among co-workers, 5) sportsmanship is about 
emphasizing to an organization’s advantages instead of the disadvantages (Organ, 
1988; Organ, 1990).  
Furthermore, among the reasons that want employees to be engaged in 
Organizational Citizenship Behaviors is the fact that they perceive Organizational 
Citizenship Behavior as being part of their job (Morrison, 1994). In that case, 
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employees are thought to receive pressure while working with workers and 
supervisors (Bolino et al., 2010; Spector and Fox, 2010a,b; Vigodagatod, 2006).  
As various researchers have demonstrated in the past (e.g. AckfeldT and Coote, 
2000; Bateman and Organ, 1983; Farh et al., 1990; Moorman, 1991; Neihoff and 
Moorman, 1993; Organ and Lingl, 1995; Puffer, 1987; Smith et al., 1983; Van Dyne et 
al., 1994; Williams and Anderson, 1991), job satisfaction, justice as well 
organizational support are responsible for enhancing employee’s Organizational 
Citizenship Behavior.  
In addition, employees can achieve job satisfaction by working voluntary and 
over what is mandatory for them to do within the organization (Feather and Rauter, 
2004). Employees who perform as the way that is described above, enjoy their work 
and also are proud of having created this relationship with the organization they are 
working in (Feather and Rauter; 2004; Koh, 2008). 
Furthermore, it is believed that organizational results, like service quality, 
organizational commitment, job involvement and leader-member exchange arise 
from Organizational Citizenship Behavior (Swaminathan, 2013). 
2.4 EMPLOYEE ENGAGEMENT 
Employee engagement is concerned with emotional, cognitive and behavioral 
powers inside the organization which are being adopted to each organization’s rules 
(Andrew and Sofian, 2011). Especially, when employees are engaged meaning they 
are dedicated to their jobs, they can then concentrate their energy to achieve 
organization’s goals (Macey and Schneider, 2008; Barbera and Young, 2009). 
Consequently, these focused efforts of employees lead to effectiveness and 
organizational performance (Bakker, 2011), while at the same time engaged 
employees seem to be more attached not only to their job but also to the 
organization generally, a fact that urge them to get in touch with things that may 
increase effectiveness within the organization (Organ, 1994; Schaufeli and Bakker, 
2004).  
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Moreover, engaged employees develop feelings of happiness and are absolutely 
focused to their work (Bakker et al., 2010, 2011). Indeed, engaged employees, in 
order to get involved to the procedure of improving organizational functioning, 
should be provided, by the organization, with workplace social support, enhanced 
working conditions, great psychological climate and job resources (Kataria, Garg and 
Rastogi, 2013). 
When employees are engaged, they tend to work more than it is expected and 
regardless of their duty (Lockwood, 2007; Chalofsky and Krishna, 2009). Another 
perception argues that engaged employees admire their job and believe that their 
contribution can improve organizational performance (Kennedy and Daim, 2010). 
Engagement can be divided into three categories: a) cognitive or psychological 
engagement (Ferguson, 2010; Ghafooret et al., 2011; Shuck, 2011) including safety 
and availability as predictors and meaningfulness (Saks, 2006), b) emotional 
engagement including investment, belief and willingness (Shuck and Herd, 2012) and 
c) behavioral engagement (Ram and Prabhakar, 2011; Shuck and Herd, 2012) 
including prudent effort (Shuck and Herd, 2012). Employee engagement is closely 
connected to Organizational Citizenship Behavior since engaged employees tend to 
try harder to perform other activities apart from their core duties (Rana and 
Chhabra, 2011). 
2.5 THEORIES OF SOCIAL EXCHANGE, PLACE ATTACHMENT AND LONELINESS  
The theoretical framework of the current research is mainly based on the Social 
Exchange Theory (Hormans, 1958), place attachment, as well as the relational theory 
of loneliness (Weiss, 1973).  
SET (Social Exchange Theory) indicates that an exchange process issues social 
behavior (Devan, 2006) and the purpose of this process is to extend the benefits 
whereas the costs should be lessened. The above theory supports that since people 
tend to compare and contrast the benefits and risks included in social relationships, 
they are more likely to give up from any relationship due to the fact that risks or 
meaningless benefits that may entail (Cherry, 2010).  
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The existence of interdependence relationship among the groups has as 
aftermath the development of obligations (Sack, 2006). More specifically, the norm 
of reciprocity demonstrates that “the actions of one party lead to a response by the 
other party” (Cropanzano and Mictchell, 2005; Shusha 2013 p.23). Blau (1964) 
purports that reciprocity is occurring when someone treats you kindly and you 
respond back in a positive way. As a consequence, SET implies that when employees 
and organizations exhibit reciprocity, organizations’ goals are then more easily 
achieved due to treating their employees bounteously (Aselage and Eisenberger, 
2003). 
Prior researches focused on place attachment, the action that people are linked 
emotionally with a specific place ( Altman and Low, 1992). Altman and Low, 1992 
argue that place attachment consists of a strong bond between people and places.  
Relational theory of loneliness implicates that loneliness emerges because a 
person accepts the absence of emotional support or companionship (Weiss, 1973). 
Moreover, it has been proved that the lack of instrumental support is absolutely 
related to negative life events (van Baarsen 2002). Also, Weiss (1973) implies that 
those who suffer from loneliness can overcome social loneliness by receiving 
companionship and emotional loneliness not only by receiving emotional support 
but also by taking part in “supplementary communities”, groups of people who may 
share similar experiences of emotional isolation. 
 Social isolation means the lack of relationships with other people and as a 
consequence those who are related with an insufficient number of important ties 
are characterized as socially isolated although there are persons that belong to this 
category who feel lonely (Gierveld, Tilburg and Dykstra, 2006). 
As Weiss (1973) argues, there are two types of loneliness; a) emotional 
loneliness, which refers to the lack of a near “emotional attachment” (best friend, 
partner) and b) social loneliness, meaning the lack of a more general pool of contacts 
(coworkers, friends, neighbors). Emotional loneliness takes place when a partner 
relationship terminates due to divorce or widowhood (Gierveld, Tilburg and Dykstra, 
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2006), creating feelings of emptiness; social support from a person’s close 
environment cannot counterbalance the lack of such an attachment (Stroebe, 
Abakoumkin, and Schut, 1996). 
2.6 RESEARCH OBJECTIVES 
The present study attempts to examine weather life events may affect 
employees’ need for workplace support. Furthermore, it aims to examine whether 
perceived workplace support influences employees’ job satisfaction, well-being, 
employee engagement and organizational citizenship behavior. It has been assumed 
that critical life events such as death or divorce could make people feel emotional 
isolated adding potentially difficulties in employees performing their daily activities 
(Russell et al., 1984). 
The research focuses on whether people who face various critical life events such 
as divorce, death of a very close person, financial problems, psychological problems, 
illness, or other problems into the family environment may seek workplace social 
support and in what extend this support can influence their job satisfaction and well-
being.  
Moreover, the present study aims to investigate the relationships between social 
support (emotional, instrumental and companionship) provided by the co-workers or 
supervisors, and its link to organizational citizenship behavior and employee 
engagement (i.e., a) courtesy, b) sportsmanship and c) civic virtue). 
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2.7 RESEARCH HYPOTHESES 
Each of the following research hypotheses refers to the relationships that are 
depicted in Figure 2.7.1, Human Resource Management and Marketing theory, as 
well as the literature discussed above, shape the following hypotheses: 
 
 
 
 
 
 
Figure 2.7.1 : The relationship between workplace social support, employee 
engagement and organizational citizenship behavior. 
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Ø H1 : Negative life events are positively associated with seeking a) emotional 
support, b) instrumental support and c) companionship from the working 
environment. 
 
 
Ø H2a : Those receiving emotional support from the working environment are 
likely to exhibit a higher level of a) courtesy, b) sportsmanship and c) civic 
virtue. 
 
 
Ø H2b : Those receiving instrumental support from the working environment 
are likely to exhibit a higher level of a) courtesy, b) sportsmanship and c) civic 
virtue. 
 
 
Ø H2c :  Those receiving companionship  from the working environment are 
more likely to exhibit a higher level of a) courtesy, b) sportsmanship and c) 
civic virtue. 
 
 
Ø H3 : An employee who receives a) emotional support, b) instrumental 
support and c) companionship from his/her co-employees or supervisor is 
more likely to be employee engaged. 
2.8 CHAPTER SUMMARY 
This chapter is concerned with all the related literature substantiating social 
support in the working environment and concentrating on the results on employees’ 
behavior regarding  Organizational Citizenship Behavior and Employee Engagement. 
The research hypotheses were set according to theories of Social Exchange, Place 
Attachment and Loneliness in order to analyze how and in what extend employees 
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who face negative life events are affected so as to seek workplace social support, 
which type of Organizational Citizenship Behavior do they exhibit and also to 
determine the level of employee engagement. The following chapter presents the 
methodology that has been used in order to test the research hypotheses. 
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CHAPTER 3 
RESEARCH METHODOLOGY 
3.1 INTRODUCTION 
The current study aims to investigate the impact of life events on interpersonal 
relations into the organizations. Furthermore, it tries to examine how workplace 
social support with Organizational Citizenship Behavior and Employee Engagement 
are associated. In order to draw a conclusion, a survey methodology was utilized 
with the help of questionnaires. This chapter is concerned with methodological 
research issues consisting of the choice setting, the way questionnaires were 
composed and also the data collection process. 
3.2 RESEARCH SETTING 
Social supportive ties help people to overcome negative life events they may face 
(Cohen 2004; Sorkin, Rook, and Lu 2002). Therefore, interpersonal working relations 
could lead to employees’ job performance improvement (Hodson, 1997).  Since this 
is an empirical study, the analysis of the factors mentioned above in the workplace is 
taking place in private companies and public organizations in Thessaloniki, which 
present a satisfying number of employees. The analysis is based absolutely on 
individuals who are employed and their working environment consists of other co-
employees.  
3.3 AGE SELECTION 
As the target group of this study is employees, women and men between the 
ages of 18 and 65 are an appropriate sample for the conduct of this research. Those 
ages are adults usually employed who are likely to face different critical life events, 
seeking workplace social support. Life events such as divorce, chronic illness, 
financial problems or loneliness may impact on life stress levels. Conversely, since 
ages under 18 are not likely to work as they heavily depend on their parents and are 
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less likely to be facing psychological or other critical life problems they are excluded 
from the study. 
3.4 METHODOLOGY 
The current research is an empirical study which uses quantitative techniques so 
as to answer successfully all the research questions and hypotheses. Specific types of 
questionnaires were used in testing the above hypotheses. Previous studies that had 
been concerned with similar research hypotheses have deployed similar methods 
(Podsakoff, 2000, Rosenbaum et al., 2007). The results of this study can be compared 
to those provided by other similar quantitative approaches. Furthermore, all 
measurements and the scales used are adopted from previous empirical studies. 
The questionnaire is comprised of four sections. Part A which aimed to 
investigate the type of social support that employees receive from their co-workers. 
Part B is about various critical life events employees might face whereas Part C is 
concerned with the subjective well-being, the types of organizational citizenship 
behavior and the level of employee engagement employees might exhibit. Finally, 
Part D consists of demographic questions. 
The workplace social support was measured with the use of the social support 
questionnaire for transaction (S.S.Q.T.) scale (Doeglas et al., 1996; Suurmeijer et al., 
1995; Rosenbaum2006; Rosenbaum and Massiah, 2007). This method had also been 
used previously in various psychological and medical studies (Spisker et al.,2004). 
As regarding the Part A, the social support questionnaire for transaction (S.S.Q.T.) 
is separated into three parts and includes 23 questions related with the three types 
of social support which are not other than a) instrumental support, b) emotional 
support and c) companionship with a five point scale: 1 = Never, 2 = 
Seldom/Sometimes, 3 = Quite often, 4 = Often, 5 = Very often. 
The second part of this questionnaire (Part B), investigates the possibility of 
individuals facing negative events in their everyday life by consisting of 14 questions. 
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Employees are asked to indicate if they have ever experienced such an event 
(Rindfleisch et al., 1997; Roberts et al., 2003 a). 
Part C, consists of three sections with measures which aim to determine 
individuals’ subjective wellbeing, organizational citizenship behavior and employee 
engagement. The first section is about subjective wellbeing as adopted by Lau, 
Cummins and McPherson (2005). Employees are supposed to select an answer for 9 
questions through a five point scale (1 = dissatisfied to 5 = satisfied) as adopted by 
Brazsa-Zganec, Merkas and Sverko (2011). As for the second section, it deals with the 
five dimensions of organizational citizenship behavior; courtesy, sportsmanship and 
civic virtue, as defined by Organ (1988). There are three questions for each 
dimension except for the civic virtue which consists of four questions. All 24 
statements are evaluated on a seven point scale (1 = strongly disagree to 7 = strongly 
agree). The final section of Part C refers to employee engagement defined by 
Schaufeli et al., (2002) as a work-related state of mind. It aims to investigate the 
three aspects of work engagement: vigor, dedication and absorption with 9 
questions and a scale from 1 = almost never to 6 = always. These 9 statements are 
concerned with employees’ feelings about their work. The 9 items of Utrecht Work 
Engagement Scale (UWES-9) was proposed by Schaufeli and Baker (2004). 
Finally, Part D consists of eight demographic questions. The first four questions 
examine the gender, age, marital status (married, single or separated/widowed) and 
education of each employee. The other four questions that follow are about the 
years of working experience generally and also in the current organization where 
someone is working and the number of employees in the company. The last question 
is concerned with the working position of the individuals (supervisor or employee). 
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3.5 SAMPLING AND DATA COLLECTION 
The study population of this research was employees between 18 and 65 years 
old, which is the average year of retirement in Greece. Questionnaires were 
distributed to various employees so as to test the above research hypotheses. There 
was only one way of distributing the questionnaires: electronically. Due to the fact 
that the survey was conducted in Thessaloniki, Greece, it was necessary to make a 
Greek translation of the questionnaire. The translation was also back translated. 
The questionnaires were distributed in random, to the personnel of several 
companies and organizations located in Thessaloniki such as accounting, insurance 
and constructive companies, banks, public organizations, hotels, universities, beauty 
centers, bar-restaurants, radio stations.  
The distribution was electronic and conducted via email. It took place in the end 
of July and ended in the beginning of October, collecting a sufficient number of 199 
fully completed questionnaires. Questionnnaires that included unanswered 
questions were not included. However, there is no control of the employees who 
weren’t willing to answer the questionnaire and also of the reasons why they denied 
to do so. 
3.6 TOOLS FOR STATISTICAL ANALYSIS 
Data derived from the fully collected questionnaires were analyzed using STATA 
software. The statistical analyses include descriptive statistics such as standard 
deviation and mean. As for the research questions, Cronbach Alpha analysis, 
correlation Matrix, Regression analysis and one-way ANOVA are some techniques 
used to address them. All the above statistical techniques will be reported in the 
following chapter. 
3.7 CHAPTER SUMMARY 
This chapter has presented the methodology used for the data collection so as to 
test the research questions and the resulting hypotheses regarding workplace social 
support, negative life events, employee engagement and organizational citizenship 
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behavior. The following chapter is going to present the results that arise from the 
STATA data analysis. 
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CHAPTER 4 
RESULTS 
4.1 INTRODUCTION 
This chapter presents the results derived from the analysis of the questionnaires 
regarding the interpersonal relationships through employees who face critical life 
events. It depicts a demographic composition of the sample, followed by the 
presentation of the survey’s results and finally there is a research hypotheses 
analysis. 
4.2 DEMOGRAPHIC COMPOSITION 
The sample population examined consisted of 199 employees, aged 18 to 64. The 
figure that follows (Figure 4.2.1) reveals that most responses came from the age of 
25 to 34 years old, while a percentage of 20% accompanies the category of 35 to 44 
years old and then the other three groups of 18 to 24, 45 to 54 and 55 to 64 follow 
with only 9,5%, 6% and 0,5%,  respectively. 
Figure 4.2.1 Age composition of the sample 
AGE 
 
9,5%
64%
20%
6%
0,5%
18-24
25-34
35-44
45-54
55-64
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The gender composition of the sample cosisted of a percentage of 55% of 
females and the rest 45% corresponds to males as it is figured below (Figure 4.2.2). 
Figure 4.2.2 Gender composition of the sample 
GENDER
 
As regards the family status of the participants, the majority are singles, holding a 
percentage of 66%, whereas 29% are married and only a small percentage of 5% are 
separated or divorced or widow (Figure 4.2.3) 
Figure 4.2.3 Marital status composition of the sample  
MARITAL STATUS 
 
As it is depicted in Figure 4.2.4, the majority of the participants have post 
graduated studies (41%) and then follow those who have attended university (31%) 
45%
55% male
female
66%
29%
5%
single
married
divorced/separated/wido
w
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whereas a percentage of 17% corresponds to technological foundation and the rest 
6,5%, 4% and 0,5% correspond to high school, private school and primary school 
respectively. 
Figure 4.2.4 Education composition of the sample 
EDUCATION 
 
Work tenure and organizational tenure are depicted at the following figures 
(Figure 4.2.5 and Figure 4.2.6 respectively). Work tenure shows the percentages of 
the years of employment whereas the organizational tenure is about the years of 
employment at the current organization in which participants work. 
Figure 4.2.5 Work tenure composition of the status 
WORK TENURE 
 
 
0,5% 6,5% 4%
17%
31%
41%
primary school
high school
private school after high 
school
technological foundation
university
15%
15%
17%
16%
37% 0-2 years
2-4 years
4-6 years
6-9 years
over 9 years
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Figure 4.2.6 Organizational tenure composition of the status 
ORGANIZATIONAL TENURE 
 
As for the position at work of the study population, employees were more 
dominant in this sample, holding a percentage of 70% comparing to supervisors’ one 
which is about 30% (Figure 4.2.7). 
Figure 4.2.7 Position at work composition of the sample 
POSITION AT WORK 
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Finally, there is a demographic analysis regarding the size of the company in 
which participants are working. As it is presented below (Figure 4.2.8), the majority 
of the sample (57,8%) is employed at companies with 1 to 50 employees. 
Figure 4.2.8 Company size composition of the sample 
COMPANY SIZE 
 
4.3 RELIABILITY TESTING 
A reliability test was conducted so as to proceed to the data analysis. Cronbach 
Alpha was used for all constructs in order to measure the relevance of the used 
items to the related constructs. Two constructs (altruism and conscientiousness) 
were not used for further analysis because they reported low Cronbach Alpha 
values. The table that follows (Table 4.3.1) presents the Cronbach Alpha values for all 
the constructs used in the current study. 
Table 4.3.1 Cronbach Alpha values for all constructs 
Constructs Cronbach a 
Emotional support 0,920 
Companionship support 0,789 
Instrumental support 0,853 
Subjective wellbeing 0,794 
Altruism (*) 0,558 
Conscientiousness (**) 0,376 
Courtesy 0,757 
Sportmanship 0,792 
57,8%21,6%
20,6%
1-50 employees
51-250 employees
over 250 employees
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Civic 0,771 
Employee engagement 0,754 
* Altruism was not used for further analysis 
** Conscientiousness was not used for further analysis 
Apart from the two constructs mentioned before (altruism and 
conscientiousness) which reported low Cronbach Alpha values, below 0,7, the rest 
constructs can be considered of high reliability and can therefore be used for further 
analysis. 
4.4 DESCRIPTIVE STATISTICS 
The following table (Table 4.4.1) depicts the mean and standard deviation of each 
construct. 
Table 4.4.1 Descriptive statistics 
Constructs Abbreviation Mean 
Standard 
Deviation 
EMOTIONAL SUPPORT Emosupp 3,202 0,975 
COMPANIONSHIP Compsupp 2,426 1,004 
INSTRUMENTAL SUPPORT Instrusupp 2,520 0,885 
LIFE EVENTS LE 0,180 0,063 
SUBJECTIVE WELL BEING Subwellbeing 3,822 1,112 
ALTRUISM Altru 6,038 0,919 
CONSCIENTIOUSNESS Conscient 5,562 1,352 
COURTESY Courte 6,193 0,982 
SPORTSMANSHIP Sposrtman 2,845 1,645 
CIVIC VIRTUE Civicvi 5,470 1,289 
EMPLOYEE ENGAGEMENT Empengage 4,088 1,282 
AGE Age 2,241 0,726 
EDUCATION Educ 4,950 1,188 
GENDER Gender 1,548 0,499 
FAMILY STATUS Famsta 1,392 0,584 
WORK TENURE Tenu 3,467 1,533 
ORGANIZATIONAL TENURE Tenure-post 2,551 1,520 
COMPANY SIZE (EMPLOYEES) Emplo 1,628 0,806 
POSITION AT WORK Position 1,698 0,460 
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The mean value refers to the central tendency of the participants in relation to 
each variable and standard deviation shows the amount of dispersion of the data 
from the mean. In the present study, most of the data are around 1.00 point from 
the mean which reveals that there is not such a dispersion of data in these 
constructs. However, emotional support, subjective well-being, altruism, 
conscientiousness, courtesy, civic virtue, employee engagement and education 
consist of some exceptions. 
The mean of all the three types of social support (emotional, companionship and 
instrumental) is about 2,5 to 3, which represents answers between quite often (3) 
and sometimes (2). The study population has not experienced life events on average 
with neutral impact. Moreover, participants are partially satisfied (4) with their 
subjective well-being. Altruism, conscientiousness, courtesy and civic virtue reported 
the highest scores, around 5,5 to 6 points corresponding to partially agree (5) and 
agree (6). Sportsmanship is the only construct from the five dimension of 
organizational behavior that reported 2,8 points which means that employees 
partially disagree (3). The average age of the sample was around 25 to 34 years old, 
the majority of the participants has studied to university and as for the marital 
status, most of them are single. Finally, the mean of 1,7 as for the position at work 
reveals that most of the participants are employees and the mean of 1,6 as for the 
company size corresponds to the number of employees, around 1 to 50. 
Below (Figure 4.4.1) the correlation matrix is presented. 
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Figure 4.4.1 Variable’s correlation matrix 
The correlation of each variable with itself results in a perfect positive correlation 
demonstrated by the value 1.0000. Consequently, the value -1.0000 indicates the 
perfect negative correlation which is not observed in the current matrix. The highest 
positive correlation values are reported between emotional, companionship and 
instrumental support, and also between age, family status, work tenure and 
organizational tenure. On the other hand, the highest negative correlation value can 
be observed between family status and education. 
 
    position     0.2658  -0.2239  -0.0257  -0.0494  -0.1755  -0.2028  -0.0331   1.0000
       Emplo    -0.0285   0.2128   0.0770  -0.0641   0.1313   0.2307   1.0000
 tenure_post     0.0067   0.4928   0.3547  -0.1825   0.6163   1.0000
        tenu    -0.0272   0.5718   0.3974  -0.1363   1.0000
        educ    -0.0338   0.0801  -0.2314   1.0000
      famsta    -0.0686   0.4963   1.0000
         Age    -0.0683   1.0000
      Gender     1.0000
                                                                                      
                 Gender      Age   famsta     educ     tenu tenure~t    Emplo position
    position     0.0937  -0.0546  -0.0679  -0.1103  -0.0233   0.0976  -0.1145  -0.1808
       Emplo    -0.1244   0.1108   0.2689   0.1506   0.1294   0.0852  -0.0338   0.1304
 tenure_post     0.0431  -0.0264   0.0163  -0.0061   0.0320   0.0104   0.0161   0.0268
        tenu     0.1353   0.0251   0.0774   0.0126   0.0190  -0.0237   0.0216   0.0636
        educ    -0.1403  -0.0218  -0.1417  -0.1103   0.0519  -0.1743   0.2143   0.0868
      famsta     0.0789   0.0118   0.0515  -0.0211   0.0017   0.1177  -0.1253   0.0484
         Age     0.0462   0.0023  -0.0128  -0.0866   0.0569  -0.0532   0.0454   0.1119
      Gender     0.0371   0.0046  -0.0001   0.0362  -0.0097  -0.0067   0.0019   0.0383
   Empengage    -0.1518   0.1614   0.2649   0.2302   0.1970  -0.2010   0.3229   1.0000
     Civicvi    -0.0873   0.0513   0.0487   0.0119   0.1992  -0.1585   1.0000
    Sportman     0.1690  -0.0597  -0.0514  -0.0679  -0.0863   1.0000
      Courte    -0.1720   0.2008   0.1050   0.1020   1.0000
  Instrusupp    -0.1763   0.5484   0.6229   1.0000
    Compsupp    -0.1130   0.4211   1.0000
     Emosupp    -0.1366   1.0000
LEindexneg~e     1.0000
                                                                                      
               LEinde~e  Emosupp Compsupp Instru~p   Courte Sportman  Civicvi Empeng~e
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4.5 HYPOTHESES TESTING 
The research hypotheses were tested with the use of logistic linear regression 
which is the method that deals with dependent and independent variables. As the 
significance level is 0,05, after the comparison with the calculated p value, all models 
are either accepted or rejected. The p values of the model are presented as “Prob > 
chi2” or as “ Prob > F ” and when they are lower than 0,05, dependent and 
independent variables are statistically significant to each other. The same occurs 
when a separated independent variable is testing in order to determine whether the 
impact on the outcome is significant or not. In this case the values which are 
examined are the P > z or P > t and if these values are smaller than 0,05, then the 
coefficient is statistically significant. 
Ø H1 : Negative life events are positively associated with seeking a) emotional 
support, b) instrumental support and c) companionship from the working 
environment. 
This hypothesis is not supported as it could be also inferred by the logistic 
regressions results given below (Figure 4.5.1). 
 
Figure 4.5.1 Results of H1 test 
Regarding to the model’s overall p value which appears to be greater than the 
critical one (0,4243 > 0,05), all the three types of social support are not significantly 
correlated with negative life events. Also, the same is supported by all independent 
variable’s P>z value (all larger than 0,05). Consequently, it appears that personal 
                                                                                 
          _cons     1.500256   .6948811     2.16   0.031     .1383145    2.862198
     Instrusupp    -.1324344   .2893541    -0.46   0.647     -.699558    .4346892
       Compsupp    -.1340116   .2447686    -0.55   0.584    -.6137493     .345726
        Emosupp    -.1291798   .2255852    -0.57   0.567    -.5713186     .312959
                                                                                 
LEindexnegative        Coef.   Std. Err.      z    P>|z|     [95% Conf. Interval]
                                                                                 
Log likelihood =  -132.2848                       Pseudo R2       =     0.0105
                                                  Prob > chi2     =     0.4243
                                                  LR chi2(3)      =       2.79
Logistic regression                               Number of obs   =        199
36 
 
misfortunes do not have an impact in the type and quality of interpersonal 
relationships employees appear to entail. This may be attributed to the fact that 
employees suffering from personal misfortunes may not wish to circulate such 
events to their working environment and be stigmatized as result by them. As a 
result, H1 hypothesis is rejected. 
Ø H2a : Those receiving emotional support from the working environment are 
likely to exhibit a higher level of a) courtesy, b) sportsmanship, c) civic virtue. 
From the hypothesized relationships, findings reveal that emotional support is 
positively associated with courtesy while none of the other relationships is 
significant (Figure 4.5.2). 
Figure 4.5.2 Results of H2a test 
The overall p value of the model is smaller than 0,05 (0,0475 < 0,05), which 
indicates that the model is statistically significant. As for the P > t values, only the 
one that corresponds to courtesy is statistically significant (0,008 < 0,05) and the 
others are not statistically different from zero ( greater than the critical value 0,05). 
Regarding all mentioned above, H2a a) is accepted, H2a b) is rejected and H2a c) is 
rejected. 
Ø H2b : Those receiving instrumental support from the working environment are 
likely to exhibit a higher level of a) courtesy, b) sportsmanship, c) civic virtue. 
                                                                              
       _cons     2.040787   .5306308     3.85   0.000     .9942751      3.0873
     Civicvi    -.0005519   .0487839    -0.01   0.991    -.0967638    .0956599
    Sportman    -.0216157   .0419235    -0.52   0.607    -.1042973     .061066
      Courte      .204246   .0760091     2.69   0.008     .0543405    .3541515
                                                                              
     Emosupp        Coef.   Std. Err.      t    P>|t|     [95% Conf. Interval]
                                                                              
       Total    119.702418   198  .604557668           Root MSE      =  .76776
                                                       Adj R-squared =  0.0250
    Residual    114.944874   195  .589460892           R-squared     =  0.0397
       Model    4.75754448     3  1.58584816           Prob > F      =  0.0475
                                                       F(  3,   195) =    2.69
      Source         SS       df       MS              Number of obs =     199
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Findings reveal that none of the hypothesized relationships are supported. Thus, 
instrumental support is not related to any form of Organizational Citizenship 
Behavior (Figure 4.5.3). 
Figure 4.5.3 Results of H2b test 
The model’s overall p value is larger than 0,05 (0,4013 > 0,05), which proves that 
the model is not statistically significant and also this can be proved by the 
comparison of the P > t values to the critical one (0,164 > 0,05, 0,372 > 0,05, 0,837 > 
0,05). As a result, instrumental support has no impact on the three types of 
Organizational Citizenship Behavior and the hypothesis H2b is rejected. 
Ø H2c : Those receiving companionship from the working environment are likely 
to exhibit a higher level of a) courtesy, b) sportsmanship, c) civic virtue. 
Similarly, to instrumental support, companionship support is not related to 
any of the examined types of Organizational Citizenship Behavior (Figure 4.5.4). 
Figure 4.5.4 Results of H2c test 
       _cons     2.057487   .4863998     4.23   0.000     1.098207    3.016767
     Civicvi    -.0091942   .0447175    -0.21   0.837    -.0973862    .0789979
    Sportman     -.034369   .0384289    -0.89   0.372    -.1101586    .0414207
      Courte     .0972213   .0696733     1.40   0.164    -.0401888    .2346314
                                                                              
  Instrusupp        Coef.   Std. Err.      t    P>|t|     [95% Conf. Interval]
                                                                              
       Total    98.0434171   198  .495168773           Root MSE      =  .70377
                                                       Adj R-squared = -0.0002
    Residual    96.5809337   195   .49528684           R-squared     =  0.0149
       Model    1.46248336     3  .487494454           Prob > F      =  0.4013
                                                       F(  3,   195) =    0.98
      Source         SS       df       MS              Number of obs =     199
                                                                              
       _cons     1.750009    .530575     3.30   0.001     .7036066    2.796411
     Civicvi     .0185269   .0487788     0.38   0.704    -.0776748    .1147287
    Sportman    -.0250747   .0419191    -0.60   0.550    -.1077477    .0575982
      Courte     .1032657   .0760011     1.36   0.176     -.046624    .2531555
                                                                              
    Compsupp        Coef.   Std. Err.      t    P>|t|     [95% Conf. Interval]
                                                                              
       Total     116.63191   198  .589050048           Root MSE      =  .76768
                                                       Adj R-squared = -0.0005
    Residual    114.920674   195  .589336787           R-squared     =  0.0147
       Model    1.71123599     3  .570411997           Prob > F      =  0.4090
                                                       F(  3,   195) =    0.97
      Source         SS       df       MS              Number of obs =     199
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The model’s p value is greater than 0,05 (0,4090 > 0,05), indicating that the 
model is not statistically significant. Moreover, all P > t values are larger than the 
critical one ( 0,176 > 0,05, 0,550 > 0,05, 0,704 > 0,05). Consequently, the 
hypothesis H2c is rejected. 
Ø H3 : An employee who receives a) emotional support, b) instrumental support 
and c) companionship from his/her co-employees or supervisor is more likely 
to be employee engaged. 
The findings suggest that from the hypothesized relationships only 
companionship support seems to contribute to employee engagement while the 
rest (i.e., emotional and instrumental support) are not (Figure 4.5.5). 
Figure 4.5.5 Results of H3 test 
The overall p value of the model is below the significance level’s value (0,0015 < 
0,05), proving the statistical significance of the model. The coefficients’ P > t 
values indicate that companionship is statistically significant (0,034 < 0,05) in 
contrast to the other two independent variables which are not statistically 
significant (0,650 > 0,05 and 0,355> 0,05). This leads to the conclusion that 
hypothesis H3 a) is rejected, H3 b) is rejected and H3 c) is accepted. 
 
The above described results are depicted in the following table (Table 4.5.1) 
                                                                              
       _cons      3.08183   .3007181    10.25   0.000     2.488753    3.674908
  Instrusupp     .1188237   .1282834     0.93   0.355    -.1341772    .3718247
    Compsupp     .2321104   .1084946     2.14   0.034     .0181368    .4460839
     Emosupp     .0452341   .0995686     0.45   0.650    -.1511354    .2416037
                                                                              
   Empengage        Coef.   Std. Err.      t    P>|t|     [95% Conf. Interval]
                                                                              
       Total    174.599417   198  .881815237           Root MSE      =  .90964
                                                       Adj R-squared =  0.0617
    Residual     161.35097   195   .82744087           R-squared     =  0.0759
       Model    13.2484473     3  4.41614909           Prob > F      =  0.0015
                                                       F(  3,   195) =    5.34
      Source         SS       df       MS              Number of obs =     199
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Table 4.5.1 Hypotheses testing results 
Hypothesis Accepted / Rejected 
H1 : Negative life events are positively 
associated with seeking a) emotional support, 
b) instrumental support and c) 
companionship from the working 
environment. 
 
Rejected  
H2a : Those receiving emotional support from 
the working environment are likely to exhibit 
a higher level of a) courtesy, b) 
sportsmanship, c) civic virtue. 
a) Accepted 
b) Rejected 
c) Rejected 
H2b : Those receiving instrumental support 
from the working environment are likely to 
exhibit a higher level of a) courtesy, b) 
sportsmanship, c) civic virtue. 
 
 Rejected 
H2c : Those receiving companionship from the 
working environment are likely to exhibit a 
higher level of a) courtesy, b) sportsmanship, 
c) civic virtue. 
 
Rejected 
H3 : An employee who receives a) emotional 
support, b) instrumental support and c) 
companionship from his/her co-employees or 
supervisor are more likely to be employee 
engaged. 
a) Rejected 
b) Rejected 
c) Accepted 
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4.6 CHAPTER SUMMARY 
This chapter was concerned with the presentation of the findings derived from 
the data analysis. The general sample characteristics were described, the reliability 
of the constructs was analyzed accompanied with the descriptive statistics 
presentation. Different conclusions arise from the hypothesis testing. The 
hypothesized relationships reveal that neither personal situations bring closer the 
employees to each other nor any personal relationships these may develop assist the 
business to perform better. Such findings are surprising; given prior literature that 
argues the opposite. 
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CHAPTER 5 
DISCUSSION 
5.1 INTRODUCTION 
This chapter aims to present the discussion of the results presented in Chapter 4. 
More specifically, there is a discussion about general outcomes of the research by 
presenting the outcomes of the research hypotheses in conjunction with prior 
studies. 
5.2 SUMMARY OF THE FINDINGS 
The statistical analysis demonstrated that the various negative life events 
employees may face are not associated directly with their need for companionship, 
emotional, or instrumental support in the workplace. Between those employees who 
receive emotional support in the working environment there is a direct impact only 
with courtesy. However, the findings suggest that the other two types of social 
support, instrumental and companionship do not seem to relate to either with 
courtesy or with sportsmanship and civic virtue. Also, through this analysis it is 
indicated that only companionship presents a direct impact with employee 
engagement, leading to the need for further research on this topic. It is worthy to 
mention, that among the five dimensions of organizational citizenship behavior, 
altruism and conscientiousness were not included in the hypotheses analysis 
because data obtained by the questionnaires since had low reliability and therefore 
were excluded from any further analysis.  
5.3 DISCUSSION 
The statistical analysis that took place in the previous chapter aimed to address 
all the research hypotheses. It has been proved by the analysis that negative life 
events are not positively associated with the need of companionship, emotional or 
instrumental support from the workplace. Although, Cohen (2004); Sorkin, Rook and 
Lu (2002), argued that people can overcome various personal difficulties and other 
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critical life events that emerge in their everyday life with social supportive sources; 
this was not proven by the current study’s findings. Also, Ducharme and Martin 
(2000) demonstrated that when employees receive social support from their co-
workers, they can then decrease the level of personal or psychological problems 
they may face. However, this study presents that social support and negative life 
events are not correlated and as examined in H1, these variables document a 
statistically insignificant relationship.  
There are several reasons why these relationships are not supported by this 
study’s findings . This might occur because employees who suffer from personal 
problems in their everyday life may not like to bring them in the working 
environment in fear of being stigmatized. Another explanation could be the fact that 
many people do not wish to foster interpersonal relationship within the 
organization. This perception is in accordance with what Social Exchange Theory 
supports about social relations which entails benefits and risks for individuals and 
also the possibility to give up from a relationship like this, because more risks 
dominate rather than rewards (Cherry, 2010). Additionally, some negative life events 
such as divorce or widowhood lead to the end of such a relationship and the feelings 
that may arise, cannot be addressed easily and not even with social support from an 
individual’s close environment (Gierveld, Tilburg and Dykstra, 2006, Stroebe, 
Abakoumkin and Schut, 1996). 
Moreover, the analysis indicated that emotional support an employee may 
receive from the workplace is positively associated only with courtesy which 
according to Organ (1990), consists of co-workers consulting in order to avoid 
possible problems in the working environment. One possible explanation to this 
finding maybe is the fact that when employees are provided with social support then 
this may has positive impact on their behavior inside the working environment. 
 In addition, H1a examined the relationship between emotional support and 
another two dimensions of organizational citizenship behavior; sportsmanship and 
civic virtue, providing the statistically insignificance of these variables. Of outmost 
importance is the fact that the analysis also revealed that companionship and 
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instrumental support are not correlated with courtesy, sportsmanship and civic 
virtue. However, there should be a reasonable explanation why none of these 
relationships was statistically significant. The theory of place attachment and more 
specifically findings reached by Altman and Low (1992), substantiated that people 
are linked emotionally with a specific place, creating by this way strong bonds with 
this place. This argument contradicts what was derived from the hypotheses testing 
in the present study. According to the findings, employees may do not wish or they 
are not in need of acquiring such bonds with their working environment.  
 Companionship support, which is mainly associated to social network (Mueller, 
1980), was proven to be statistically significant correlated with employee 
engagement. This kind of support can help employees to create friendships as it has 
been previously proved by Weiss (1973). The correlation between these variables 
may lead to the company’s overall effectiveness given employees’ dedication to their 
jobs. As reported by Bakker et al. (2010; 2011), when an employee is engaged then 
this results in happiness and dedication to his/her work duties and according to 
Organ (1994), employee engagement tend to increase organization’s effectiveness.  
Finally, as for the emotional and instrumental support an employee may receives, 
it was found to have no statistically significant correlation with employee 
engagement. Although Kataria, Garg and Rastogi (2013) demonstrated that in order 
to enhance organizational functioning, organization should provide employees with 
social support and other incentives; the findings of this study’s analysis indicate that 
so emotional as well as instrumental support have no intense impact to employee 
engagement and further to the improvement of an organization’s performance. 
The above results may be attributed to the economic crisis which has emerged 
the last five years posing significant financial difficulties to several companies. As a 
result, companies may not be willing to provide employees with incentives so as to 
work over their duties. Past studies (Lockwood, 2007; Chalofsky and Krishna, 2009) 
proved that engaged employees work more than it is expected and over their duty. 
However, this suggestion did not seem to be supported by the present study. 
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5.4 CHAPTER SUMMARY 
The current chapter analyzed in detail the results that derived from the previous 
chapter. The tested hypotheses were discussed regarding the literature review 
presented in chapter 2. The following chapter is dealing with the study’s managerial 
implications, limitations and directions for further research. 
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CHAPTER 6 
MANAGERIAL IMPLICATIONS, LIMITATIONS AND DIRECTIONS FOR 
FURTHER RESEARCH 
6.1 INTRODUCTION 
This chapter is concerned with the study’s managerial implications, limitations 
that may arise and provides some directions for further research. 
6.2 MANAGERIAL IMPLICATIONS 
There are several managerial implications that may arise from the findings of this 
study. Employees facing negative life events, employers and supervisors may be in 
the desirable position of gaining advantage from social support provided in the work 
environment. 
The results of the above analysis proved that there is no impact between various 
difficulties employees may face in their everyday life and the need of seeking any of 
the three types of social support in the workplace. Based on what was mentioned 
above, workplace social support provided by either co-workers or supervisors should 
not be such an important fact for employees in their attempt to overcome their 
personal problems. Thus, in case employees may face personal misfortunes may not 
seek assistance or support from the work environment. Other places and contact 
may provide them the comfort and support they may need (i.e., third places such as 
bars, gyms etc) (Rosenbaum et.al., 2007). 
The research findings suggest that managers of organizations should create a 
work environment willing to provide companionship support among employees and 
supervisors.  According to the findings, this type of social support can contribute to 
higher levels of employee engagement and therefore to organization’s better 
performance. 
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6.3 LIMITATIONS 
Like any other research, this study is not free of limitations. Several difficulties 
emerged during the data collection period. The size of the sample which was about 
199 fully completed questionnaires, was not that sufficient in order to come up with 
concrete conclusions. The time of the collection was limited and many employees 
were on holidays during the summer period. Furthermore, it was impossible to 
control the characteristics and the reasons why some individuals did not complete or 
semi-completed the online questionnaire.  
Finally, the questionnaire was uploaded in an electronic platform and the 
Internet access was appropriate, creating concerns especially to ages above 45 years 
old who did not seem to be such familiar with this process. As a result, the majority 
of the employees who managed to answer the questionnaire was aged 25 to 34 
years old. 
Despite these limitations, the present study substantiated the role of workplace 
social support in conjunction with the various critical life events employees may face. 
At the same time it aimed to examine the consequences this relation may have on 
employees behavior and thus on the organization’s effectiveness and profitability as 
result.  
6.4 DIRECTIONS FOR FURTHER RESEARCH 
The present study is concerned with the investigation of workplace social support 
and its impact on organizational citizenship behavior as well as employee 
engagement. As the need for social support in the work environment wasn’t 
positively correlated with negative events that occur in employees everyday life, 
further research is necessary to be done in order to define other valuable factors and 
in contents less afflicted by the financial crisis. 
Also, the impact of instrumental and companionship support on the five 
dimensions of organizational citizenship behavior should be investigated in future 
studies. As the present findings indicated that the relationship only between 
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emotional support and courtesy is statistically significant, there is need for further 
investigation between emotional support, civic virtue and sportsmanship. 
Furthermore, due to the poor reliability of altruism and conscientiousness, 
alternative measures of organizational citizenship behavior may need to be 
developed. 
It is of outmost importance to investigate in what extent emotional and 
instrumental support should be responsible for employee engagement. Moreover, it 
is of outmost importance to define the level of employee engagement that can 
enhance a company’s effectiveness. Last but not least, further research should deal 
with the demographical or age factors that may differentiate the need of social 
support among employees including data collection processes that may be more 
technologically friendly for the older in age employees. 
6.5 CHAPTER SUMMARY 
The present chapter introduced several managerial implications originated from 
this study. Also, some limitations and conclusions were drawn which can contribute 
and extend both Human Resource and Marketing theory. The limitations of the 
current study were depicted while directions for further research were provided. 
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APPENDIX 
 
Survey Questionnaire 
Subject: Interpersonal relationships and quality of the provided services 
 
 
The International Hellenic University, under the MSc in Management program, 
is conducting a research about interpersonal relationships in the workplace. We 
would greatly appreciate your participation in the anonymous completion of 
this questionnaire in order to conduct conclusions. The questionnaire can be 
competed in the following address: 
 
https://docs.google.com/forms/d/1x-88rqEHL3FqHnsHIy4-vu2I6v-
BZ93GGk25xVuRP2Q/viewform 
 
Please respond honestly to the questions below, stressing that no one can 
know the identity of the research participants and all information provided will 
remain strictly confidential. 
 
Thank you for your cooperation! 
 
 
PART Α 
Please indicate the degree of agreement/disagreement with the following 
1. 
How often your fellow employees at work …   
Se
ld
om
 
So
m
et
im
es
 
Q
ui
te
 
O
ft
en
 
O
ft
en
 
Ve
ry
 o
ft
en
 
1 Are warm and affectionate towards you 1 2 3 4 5 
2 Are friendly to you 1 2 3 4 5 
3 Sympathize with you 1 2 3 4 5 
4 Are showing their understanding for you 1 2 3 4 5 
5 Are willing to lend you a friendly ear 1 2 3 4 5 
6 Make you feel at ease 1 2 3 4 5 
7 Give you a nudge in the right direction, as it were 1 2 3 4 5 
8 Perk you up or cheer you up 1 2 3 4 5 
9 Reassure you about things 1 2 3 4 5 
10 Tell you not to lose courage 1 2 3 4 5 
11 Make you feel that you can rely on them 1 2 3 4 5 
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2. 
How often : 
Se
ld
om
- 
ne
ve
r 
N
ow
 a
nd
 th
en
So
m
et
im
es
 
O
ft
en
 
1 Your fellow workers drop in for a pleasant visit outside work 1 2 3 4 
2 Your fellow workers call you or just chat to you outside work 1 2 3 4 
3 You do things like shopping, walking, going to movies together with your fellow 
workers 
1 2 3 4 
4 Fellow workers ask you to join in outside work 1 2 3 4 
5 
 
Do you go out for the day with your fellow workers just for the enjoyment of it 1 2 3 4 
 
 
 
 
3. 
 
How often do your fellow workers : 
 Se
ld
om
-
ne
ve
r 
N
ow
 a
nd
 
th
en
 
So
m
et
im
es
 
O
ft
en
 
1 Help you to do odd jobs such as helping you move furniture, drive 
you somewhere etc. 
1 2 3 4 
2  Lend you small things like for example, sugar or a screwdriver or 
something like that 
1 2 3 4 
3 Lend you small amounts of money 1 2 3 4 
4 Give you information or advice 1 2 3 4 
5 If necessary help you if you call upon them to do unexpectedly 1 2 3 4 
6 If necessary lend you valuable things 1 2 3 4 
 
7 
If necessary help you for example when you are sick, when you have 
transport problems or when you need them to accompany you 
somewhere 
1 2 3 4 
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PART Β 
 
Please indicate whether you have experienced or are experiencing any of the following 
incidents. If you have experienced such incidents, then indicate the field “ I have 
experienced”. In any other case indicate “I have not experienced”. 
 
4.  
  Ex
pe
rie
nc
ed
 
 
N
ot
 
ex
pe
rie
nc
ed
 
1 Divorced/separated/widowed 1 0 
2 Death in the family (e.g., husband, mother, father, 
grandfather etc.) 
1 0 
3 Death of a good friend 1 0 
4 Outstanding personal achievement (e.g., getting a 
scholarship, access to Uni etc.) 
1 0 
5 Serious illness (physical or mental) or injury of close 
family member (e.g., husband, mother, father, sister 
etc.) 
1 0 
6 Serious problems with in-laws 1 0 
7 Serious financial problems 1 0 
8 Major personal illness (physical/mental) or injury 1 0 
9 Reconciliation with wife/husband/partner 1 0 
10 Loss of valuable possession 1 0 
11 Serious disputes with partner (wife, husband, partner) 1 0 
12 Serious problems at work 1 0 
13 Promotion at work 1 0 
14 Robbed 1 0 
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PART C 
 
Below are some sentences regarding the way you feel about yourself. Please 
circle the number indicating the extent to which you (dis)agree with the 
following statements : 
 
5. 
How satisfied are you with your:  
Di
sa
tis
fie
d 
Pa
rt
ia
lly
 
di
sa
tis
fie
d 
 N
eu
tr
al
 
Pa
rt
ia
lly
 sa
tis
fie
d 
Sa
tis
fie
d 
1 Standard of living 1 2 3 4 5 
2 Health 1 2 3 4 5 
3 Life achievement 1 2 3 4 5 
4 Personal safety 1 2 3 4 5 
5 Feeling part of the community 1 2 3 4 5 
6 Future security 1 2 3 4 5 
7 Personal wellbeing 1 2 3 4 5 
8 Satisfaction with life as a whole 1 2 3 4 5 
9 Satisfaction with own happiness 1 2 3 4 5 
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Please indicate the degree of (dis)agreement with the following statements: 
 
 
6. 
 
St
ro
ng
ly
 d
is
ag
re
e 
Di
sa
gr
ee
 
Pa
rt
ia
lly
 d
is
ag
re
eς
N
eu
tr
al
 
Pa
rt
ia
lly
 a
gr
ee
 
Ag
re
e 
St
ro
ng
ly
 a
gr
ee
 
1 I help orient new employees even though it is 
NOT required.  1 2 3 4 5 6 7 
2 I help others who have been absent.  1 2 3 4 5 6 7 
3 I help others who have heavy workloads.  1 2 3 4 5 6 7 
4 I am always ready to lend a helping hand to 
those around him or her.  1 2 3 4 5 6 7 
5 I willingly help others who have work related 
problems.  1 2 3 4 5 6 7 
6 My attendance at work is above the norm.  1 2 3 4 5 6 7 
7 I believe in giving an honest day's work for an 
honest day's pay.  1 2 3 4 5 6 7 
8 I do NOT take extra breaks.  1 2 3 4 5 6 7 
9 I am one of the most conscientious employees.  1 2 3 4 5 6 7 
10 I obey company rules and regulations even 
when no one is watching. 1 2 3 4 5 6 7 
11 I consider the impact of my actions on 
coworkers.  1 2 3 4 5 6 7 
12 I do NOT abuse the rights of others.  1 2 3 4 5 6 7 
13 I am mindful of how my behavior affects other 
people's jobs.  1 2 3 4 5 6 7 
14 I take steps to try to prevent problems with 
other workers.  1 2 3 4 5 6 7 
15 I try to avoid creating problems for coworkers.  1 2 3 4 5 6 7 
16 I always find fault with what the organization is 
doing.   1 2 3 4 5 6 7 
17 I always focus on what's wrong, rather than the 
positive side.  1 2 3 4 5 6 7 
18 I consume a lot of time complaining about tri 
trivial matters. 1 2 3 4 5 6 7 
19 I am the classic "squeaky wheel" that always 
needs greasing. 1 2 3 4 5 6 7 
20 I tend to make "mountains out of molehills."  1 2 3 4 5 6 7 
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21 I attend functions that are NOT required, but 
help the company image.  1 2 3 4 5 6 7 
22 I attend meetings that are NOT mandatory, but 
are considered important.  1 2 3 4 5 6 7 
23 I keep abreast of changes in the organization.  1 2 3 4 5 6 7 
24 I read and keep up with organization 
announcements, memos, and so on.  1 2 3 4 5 6 7 
 
 
The following 9 statements are about how you feel at work. Please read each statement 
carefully and decide if you ever feel this way about your job. If you have had this feeling, 
indicate how often you felt it by crossing the number (from 1 to 6) that best describes 
how frequently you feel that way. 
 
 
 
 
7. 
 
Al
m
os
t n
ev
er
 
Ra
re
ly
 
So
m
et
im
es
 
O
ft
en
 
Ve
ry
 o
ft
en
 
Al
w
ay
s 
1 At my work, I feel bursting with energy. 1 2 3 4 5 6 
2 At my job, I feel strong and vigorous. 1 2 3 4 5 6 
3 When I get up in the morning, I feel like going to 
work. 1 2 3 4 5 6 
4 I am enthusiastic about my job. 1 2 3 4 5 6 
5 My job inspires me.       
6 I am proud of the work that I do. 1 2 3 4 5 6 
7 I feel happy when I am working intensely. 1 2 3 4 5 6 
8 I am immersed in my work. 1 2 3 4 5 6 
9 I get carried away when I am working. 1 2 3 4 5 6 
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PART D 
1. Your gender is:  1 Male  1 Female 
 
 
2. Your age is:  1 18 – 24 1 45 – 54        
   1 25 – 34      1 55 – 64        
   1 35 – 44  1 over 65 
 
 
3. Your marital status is:   
                                1 Single   
                            1 Married 
                                1 Divorced/separated/widow 
 
4. Education: 1 Primary school  
                                1Technological foundation 
                                1 High school  
                                1 University    
                           1 Private school after high school 
                           1Post graduate studies  
 
       
5. Work tenure:       
  1 0-2 years   1 2-4 years     1 4-6 years   1 6-9 years   1 over 9 years    
                                     
 
6. Organizational tenure:       
1 0-2 years     1 2-4 years     1 4-6 years   1 6-9 years   1 over 9 years    
          
7. How many employees are employed at all locations? :      
 1 1-50employees         1 51-250 employees              1 over 251 employees 
   
                                 
 
8. As regards your position at work:   1 Employee 
1  Supervisor 
 
 
 
Thank you for providing us with your valuable time! 
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